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Introduction
The area of human resource management is one of the basic elements of an effectively managed company. In the era of the knowledge-based economy, its impor- It happens so because the area referred to above pertains to the management of an organisation's most valuable capital, i.e. the human capital and the knowledge it possesses. However, innovativeness is also needed, and perhaps primarily, as regards the management of these valuable resources. Owing to such an approach, improved effects can be expected. However, it is difficult to find an agreement between researchers as regards innovation-supporting HRM practices in the literature on the subject (theoretical and empirical studies).
Human Resource Management system in an innovative organisation
Some theoretical studies focus on several isolated HRM practices while other studies focus on the HRM system used by individual organisations.
The majority of the aforementioned theoretical studies were based on the models devised by R.E. The former model proposed the development of a market-oriented HRM system, i.e. companies were defined as "searchers" and characterised by a constant search for new products and markets, owing to which they become innovative. The authors of the model claim that it is difficult to ensure appropriate skills from within the organisation for serving new markets or devising a new product, all the more so because skills are needed quickly. Therefore, the authors suggest searching for these skills outside the organisation, every time the organisation needs them, e.g. the development of a market-oriented HRM system. HRM practices included in the aforementioned HRM system are similar to those proposed by L.R. Gómez-Mejia et al. (2004) -(cf. Table 1 ).
Management of Human Resources in the
The other model is a combination of HRM practices and three types of strategy: costs, quality and innovation defined by M.E. Porter (1980) Other authors also studied relations occurring between innovation and HMR practices. 
Innovative Human Resource Management
Opinions that show some innovative HRM practices can make work more interesting and make employees work harder while minimising the resignation rate appear more and more frequently in the literature. However, data show that such claims can be partly exag- As regards the innovativeness of HRM, the following areas become very sensitive: motivation, remuneration, creating task-oriented teams and delegating authorisation rights.
Motivating becomes more and more difficult as a result of greater employee diversification. Therefore, managers must be highly flexible as regards motivation so that each employee, regardless of this diversification, is sufficiently motivated. It is most important to remember that each single employee is an individual.
The management must use various motivators to correspond to the various needs and objectives of the employees. Managers must be aware that (Jinzhao, 2007: 61):
• growing globalisation makes human resources even more diverse;
• more and more advanced employee skills will make it possible to satisfy customer needs at the highest level;
• economic challenges make organisations narrow down the scope of their activity;
• the emergence of telecommunications will change the ways of motivating employees;
• understanding the "emotional aspects" of motivation will change the management method. 
